Leadership and Decision-making Styles: Are They Relevant for Employee Retention? by Cerutti, Priscila Sardi et al.
Research on Humanities and Social Sciences                                                                                                                                    www.iiste.org 
ISSN 2224-5766 (Paper)   ISSN 2225-0484 (Online)  
Vol.10, No.2, 2020 
 
15 
 
Leadership and Decision-making Styles: Are They Relevant for 
Employee Retention? 
 
Priscila Sardi Cerutti1      Janaina Macke2*       João Alberto Rubim Sarate3 
1.Anhanguera Educacional, R. Paissandú, 1200, Passo Fundo, Brasil 
2.University of Caxias do Sul (UCS), R. Francisco Getúlio Vargas, 1130, Caxias do Sul, Brasil 
3.Faculty CNEC Farroupilha, R. 14 de Julho, 339, Farroupilha, Brasil 
 
Abstract 
The aim of this study is to relate leadership and decision-making styles with the intention of remaining in the 
organization. The study was conducted with employees of private companies in southern Brazil. The survey 
research method was used, with a sample of 324 respondents. Data were submitted to factor analysis, linear 
regression analysis and mean difference tests. The results indicate that the transformational style together with the 
strategic and rational decision making had the greatest explanatory power in the intention of the employees to 
remain in the organization. The study contributes to leadership and decision-making research: (i) by highlighting 
a predominance of rational decision-making style, despite initiatives to highlight the growing importance of 
intuition; (ii) by assessing leadership style from the perceptions of the employees, which eliminates possible self-
evaluation biases and (iii) by raising new variables to be investigated in order to remain in the job. 
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1. Introduction 
Situations involving judgment and decision making are daily in organizations, regardless of whether the employee 
is in a strategic or operational position. Deciding can be a seemingly simple task in some circumstances, but it 
involves complex cognitive processing, as existing options must go through a judgment process, followed by 
decision making. Judgment and decision making are complex functions that imply the analysis of the 
characteristics of each option for a given decision task, as well as the estimation of the consequences of the choice 
to be made (Tversky & Kahneman, 1981; Plous, 1993). 
Making decisions involves choosing between actions that are usually tied to specific acts at a given time, 
which consequences only be visible later (Evans, Over, & Manktelow, 1993). Decision-making style is seen as a 
habitual response pattern learned and exhibited by an individual when confronted with a decision situation (Scott 
& Bruce, 1995). The pattern adopted when making a decision is not a characteristic of personality traits (Wood & 
Highhouse, 2014), but a habit-based propensity to react in a certain way (Connor & Becker, 2003) in a specific 
decision context (Evans et al., 1993; Scott & Bruce, 1995), regardless of cognitive skills (Thunholm, 2004). 
Barnard and other theorists after him, such as James March, Herbert Simon, & Henry Mintzberg, laid the 
groundwork for the study of decision-making in management Nevertheless, decision making in companies depends 
not only on internal cognitive and psychological processes but also on contextual aspects such as leadership style 
(Dinh et al., 2014).  
Most authors who study leadership define it as the process of influencing the activities of an individual or 
group to achieve a goal in each situation (Avolio, Gardner, Walumbwa, Luthans, & May, 2004). The leadership 
process is a function of the leader, the led or subordinate, and situational variables. This leader-led relationship is 
not necessarily a hierarchical boss-subordinate relationship, but the relationship of one person trying to influenc 
another's behavior (Bass & Avolio, 1993). 
Among the distinct definitions of leadership found in the literature, some common elements converge, such 
as process, mutual influence, group context, and achievement of goals and purposes (Northouse, 2017). However, 
the concept of leadership is constantly changing as its perception is created according to context (Bryman, Stephens, 
& Campo 2002), so more than 350 definitions are found for the term (Daft, 2005). From these definitions, different 
theories of leadership emerged, some of which are centered on the leader's personality, focusing on individual 
traits, which highlight his or her particularities, characteristics and natural qualities. Others are focused on 
identifying the different roles of leaders; that is, behavior begins to be considered, and different approaches to 
leadership styles emerge (Opoku, Ahmed, & Cruickshank, 2015). 
Research has shown that decision-making not only happens rationally (Tversky & Kahneman, 1974), but also 
guided by emotion and intuition (Matzler, Uzelac, & Bauer, 2014). Even though technological advances, such as 
big data, are, for one thing, allowing decisions to be more data-based (O'Connor & Kelly, 2017; Tian, 2017), there 
is a growing interest in leveraging human experience through intuition in decision making (Ransbotham, Kiron, 
& Prentice, 2016). After much research based on limited rationality, researchers have broadened the discussion 
beyond the use of reason as the main element. (Gigerenzer & Goldstein, 1996; Isenman, 2018). 
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A Web of Science search with the keywords “leadership style *” AND “intuition” yielded seven articles in 
management and business. These articles explored conflict management, spirituality, gender stereotypes, training, 
and development, and none of them linked leadership style and intuition with the intention to remain the job. 
The intention to remain the job can be understood as a relatively long-lasting state of loyalty that can be 
described by sentences that delineate intentions, feelings, and desires to stay in the organization (Gyensare, Anku-
Tsede, Sanda, & Okpoti, 2016). The desire to remain results from organizational commitment and is also related 
to the involvement with the objectives and management style adopted (Riaz, Akram, & Ijaz, 2016). 
Considering these arguments, the purpose of this study is to relate leadership styles and decision making with 
the intention to remain the job in the organization. The study was conducted with employees of private companies 
in the Serra Gaúcha region (southern Brazil). This article presents the main references on decision making and 
leadership styles. Afterward, the adopted methodological procedures and the discussion of the results are presented. 
Finally, final considerations highlight the main theoretical and applied contributions of the study. 
 
2. Decision-making styles 
According to Herbert Simon (1955), in his classic work on management decision making, decision making is a 
management process in itself, which comprises three stages: (i) the identification of situations that require decision 
making; (ii) the discovery of the various courses of action available; (iii) the choice of the most appropriate course 
of action. 
The organization is a decision system where each person participates and formulates an opinion, according 
to their motivation, personality, and attitudes, i.e., decision making is influenced by the set of interventions of all 
people, subordinates, or managers. Decision making is the moment to choose one of several alternatives: this 
moment when the leader selects the course of action that seems most suitable to him or her to achieve the previously 
set goals (Plous, 1993; Dalal & Bonaccio, 2010; Dinh et al., 2014). 
Scott & Bruce's (1993) theoretical model is based on five decision-making styles: rational, intuitive, 
dependent, evitative, and spontaneous. From their perspective, rational style questions the problem and decision 
in a logical and structured way, considering the various options that lead to the proposed objective. In another 
sense, the intuitive style intertwines in the impressions, feelings, and forebodings of its followers. Regarding the 
dependent style, it addresses and calls for guidance and support from others. On the other hand, people with an 
evitative style tend to avoid and postpone decisions, and when they make them is usually at the last moment. 
Regarding spontaneous style, the person with this characteristic makes impulsive decisions without prior 
preparation. 
Individuals vary the way they make decisions, some of which engage in long deliberations, others need an 
immediate sense of courage, and make cognitive and systematic decisions, while others take a more affective and 
disorderly approach. (Hamilton, Shih, & Mohammed, 2016). How these individuals respond to alternatives will 
depend, in part, on personal issues such as goals, opinions, values, and so on. The usual response to such forces 
indicates that the individual employs a 'decision-making' style (Connor & Becker, 2003). 
In this line of thought, the Decision-Making Styles Inventory - DMI (Nygren, 2000) was developed to 
measure these individual differences in decision-making styles. However, individuals are considered to have a 
dominant style and prevail over others, even if they use more than one style to make decisions (Driver, Brousseau, 
& Hunsaker, 1990). The DMI evaluates the decisions characterized as: rational, intuitive or evitative. 
The rational style is characterized by the search and logical evaluation of alternatives (Nygren & White, 2002; 
Bavol'ar & Orosova, 2015). Rational decision-making style is attributed to the use of reasoning and coherent 
approaches when a choice needs to be made (Scott & Bruce, 1995). It stands out for its proactive and continuous 
search to identify problems and opportunities, perform extensive analysis using a formal planning process (Goll 
& Rasheed, 2005). 
In rational decision making, the goal is to find the best way out of the possible choices. Based on this choice, 
the decision-maker can obtain all possible methods and select the best one among them (Ghaleno, Pourshafei, & 
Yunesi, 2015). Rational style individuals assume that goals and problems are possible to be experienced and the 
human mind can master all solutions logically and select the best choice (Ghaleno et al., 2015). The necessary data 
is collected and made available to the decision-maker and, finally, the effective factors in the decisions and results 
can be evaluated and shown quantitatively (Alvani, 2010). 
The intuitive decision style is characterized by attention to detail and a tendency to rely on the advice of 
others (Bavol'ar & Orosova, 2015). Nygren (2000) argues that intuitive-style decision-makers act with 
impulsiveness and carelessness, making decisions on tasks that follow the feeling of intuition. The intuitive style 
is defined by dependence on guesses, instinctive experience and visceral feelings (Scott & Bruce, 1995). In this 
form of decision making, the individual has no clear logic regarding the true decision and, based on internal 
experiences and beliefs, can choose what he or she considers true (Ghaleno et al., 2015). 
Under some conditions, intuitive decision making is more appropriate, such as: (i) situations where the level 
of uncertainty is high in the environment; (ii) situations without sufficient information; (iii) conditions in which 
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there is no objective information; and (iv) situations in which there are several choices but there is no exact index 
to select one (Alvani, 2010). 
Finally, the evitative decision style is characterized by the tendency to avoid decisions whenever possible. 
This style is described by a sense of immediacy and a desire to complete the decision-making process as quickly 
as possible (Bavol'ar & Orosova, 2015). The evitative style is illustrated by the withdrawal, advance, retrogression 
and denial of decision scenarios (Scott & Bruce, 1995). Also, evitative-style decision making is strongly related 
to stress (Thunholm, 2004), as individuals with this style tend to have difficulty taking the initiative in a decision-
making situation and have a lower sense of self-esteem (Thunholm, 2008). 
Evitative-style decision-makers postpone and deny decision making (Rehman, Khalid, & Khan, 2012), 
delaying when they encounter problems or opportunities and delaying any reaction to problems (Ghaleno et al., 
2015). 
Research (Nygren & White, 2002) using DMI showed that people who are more analytical are more likely to 
make rational decisions, act less impulsively, and use cognition. Thus, people who follow such a decision-making 
style would have a greater amount of regret than those who follow a very intuitive decision-making style (Evans, 
2008). The more decisions a person makes, the more likely they are to take risks, be impulsive, have more self-
esteem, and believe in luck (Evans, 2008). Most analytical decision-makers tend to spend much of their time and 
effort planning around decisions, while intuitive decision-makers tend to make decisions quickly without much 
effort (Nygren & White, 2002). 
Other researchers have found that in the organizational context, leaders with a transformational leadership 
style are rational decision-makers (Tambe & Krishna, 2000) and do not shun decisions (Steplen & Roberts, 2004). 
Spice & Sadler (2005) conclude that rational decisions cannot be taken hastily and requires decision-makers' time. 
Thunholm's study (2008) showed that decision-makers who tend to avoid important decisions have higher levels 
of distress when forced to make an isolated decision. Research had shown that a decision-maker who prefers to 
make quick decisions showed lower levels of suffering when they were forced to decide (Thunholm, 2008).    
 
3. Leadership style 
Leadership is understood as a process of influence focused on activities that need to be carried out, based on actions 
that promote individual and collective efforts, in achieving common goals (Yukl, 2010; Northouse, 2017). 
Leadership in the organization can also be known as an executive position (Doh, 2002), which has the ability to 
encourage a group of individuals (Opoku et al., 2015), turning what was predicted into reality (Davis & Harveston, 
1999). However, leading can be much more than a process; it can be something that involves discovery and human 
development, while individuals are committed to achieving goals (Tabassi & Abu-Bakar, 2010). 
According to each theory, leadership is related to its main element of analysis, so for each occasion, a different 
style of leadership is required (Dearlove & Coomber, 2005). For example, the trait-centered leadership (Yukl, 
2010) argues that leadership ability is born with the individual; it is not acquired through experience but means 
the individual characteristics that define their leadership style.  
On the other hand, Behavioral Theory (Bryman, 1992) believes that leaders are developed throughout 
experiences; They do not have an innate ability to lead, but they create behaviors according to their daily tasks. 
The Contingency Theory (Burns, 1978), on the other hand, argues that leadership styles should be shaped 
according to different leadership situations. The Transformational Leadership Theory (Bass & Avolio, 1993), on 
the other hand, is concerned with relationships between individuals, advocating that leaders collaborate with those 
who identify needed changes, creating a vision to guide the change through inspiration for the good of the 
organization. 
Leaders have different styles to lead, which vary and are effective according to the circumstances, attitudes, 
and preferences of those involved (Opoku et al., 2015). Leadership style is understood as a set of combinations 
coming from the leader's cognitive information, personality traits and motives and thoughts that arise according to 
the situations experienced (Toor & Ofori, 2008) that the leader uses to increase his influence and that constitutes 
the essence of leadership (Nicolaou-Smokoviti, 2004). Moreover, the degree of authority exercised by the 
individual will determine their leadership style, which depends solely on their knowledge, experience, attitudes, 
personality behaviors, and communication (Rehman, Zahid, Rahman, & Habib, 2019). 
The leader's compliance with the beliefs, assumptions, and values that guide the organization is critical 
(Opoku et al., 2015) to ensure project effectiveness and organizational success (Tabassi & Abu-Bakar, 2010). In 
this sense, different leadership styles have been proposed for organizational leaders, including autocratic, 
democratic, strategic, laissez-faire, transactional, and transformational (Table 1). Opoku et al. (2015) argue that 
the leadership style adopted by each leader has a major influence on organizational performance, as well as has 
significant impacts on organizations, whether small or large, affecting everyone from senior management to 
newcomers. Leadership style creates a corporate culture that will influence employee organization and 
performance (Iqbal, Anwar, & Haider, 2015). 
Studies have empirically investigated the relationship of leadership styles with productivity (Riaz et al., 2016; 
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Asrar-ul-Haq & Kuchinke, 2016; Mekpor & Dartey-Baah 2017). In Pakistan, for example, the autocratic style is 
effective over short periods in terms of employee productivity, while, on the other hand, the democratic style is 
effective and statistically significant in the long run (Rehman, Rahman, Zahid, & Asif, 2018). In Nigeria, however, 
the transformational style has been shown to have a significant impact on productivity, and the laissez-faire style 
has had a negative impact (Asrar-ul-Haq & Kuchinke, 2016). 
Another study of employees from private organizations in Ghana (Gyensare et al., 2016) investigated the 
impact of transformational leadership style on turnover intent using the mediating effect of affective commitment. 
The results showed that affective commitment completely mediates the relationship between transformational 
leadership style and employee turnover, served as a promoter of the degree of confidence, willingness to follow 
the philosophy, ideology, vision, and orientation of their leaders in the organization. 
Khan & Nawaz (2016) argue that transactional leadership style establishes a bond with employees regarding 
psychological and economic values. The authors noted that leadership style is critical to improving employee 
productivity standards and helping to reduce organizational conflicts. When compared to different leadership styles, 
the styles that involve employees in decision-making (such as democratic and transformational) provide for 
friendlier relationships and, consequently, improve organizational productivity (Riaz et al., 2016). 
The study by Kedia & Nordtvedt (2002) also concluded that there is a relationship between leadership styles 
and decision-making styles adopted by leaders. For example, transformational leaders use a broader style (high 
number of alternatives used, large amounts of information, and high coordination of different input resources) 
when making a decision. 
 
4. Method 
The research used the survey method, which allows the collection of data from a sample for subsequent quantitative 
treatment. The survey allows determining the incidence and distribution of the characteristics and opinions of 
populations of people by obtaining and studying the characteristics and opinions of small and presumably 
representative samples of such populations (Hair, Anderson, Tatham, & Black, 2003). For the present study, the 
self-answered questionnaire was adopted. 
 
4.1 Questionnaire design 
The questionnaire was prepared by a team of three researchers, two seniors. Decisions about the layout 
questionnaire and the final approval were taken by the group of researchers during face-to-face meetings. To assess 
the perception of leadership styles, the Opoku et al. (2015) scale was adopted, and the decision-making perception 
was adopted by the Nygren (2000) scale, both measured through a Likert scale of 5 points (1 = strongly disagree; 
5 = strongly agree). 
The questionnaire was validated through a pre-test, applied to a sample of ten respondents, representative of 
the different levels of position, age, company time, gender, among others. The members answered the 
questionnaire in a meeting of the research group to validate the collection instrument. Upon completion, they 
commented on the clarity of the terms, the number of questions and their understanding, the order in which they 
were arranged, and the Likert scale used. The instrument was validated without adjustments. The questionnaire 
was constructed subdivided into three parts: The first part consisted of 12 closed questions about leadership styles; 
the second contained 15 decision-making variables (rational, intuitive and evitative), and the third part contained 
the sociodemographic data (gender, age, educational background, position (chief or operational), company time, 
sector, company size, intention to remain in the job). 
 
4.2. Survey procedures 
Data collection was conducted between March and May 2019, in an online version, by the research team. 
Respondents were accessed from mailing lists of university students and members of the research group. 
Respondents were informed about the anonymity of responses and their use for academic purposes. The average 
response time, identified in the pretest, was around 10 minutes. The answers of the 324 respondents were organized 
in a spreadsheet and subsequently submitted to statistical analysis. 
 
4.3 Data analysis 
Data were analyzed using descriptive statistics of respondents’ profile; factor analysis to the decision-making 
styles; Cronbach’s alpha for factors reliability, linear regression analysis, and analysis of variance for 
sociodemographic variables (Hair et al., 2003). The researchers used the software SPSS (Statistical Package for 
the Social Sciences, version 20 for Windows®. for data analysis.  
For the decision-making scale, factor analysis and reliability test were used. Factorial analysis is a multivariate 
technique of interdependence in which all variables are simultaneously considered, each related to the other, to 
study the interrelation between them and to reduce data (Hair et al., 2003). As the leadership style scale has already 
been validated, there is no need for factor analysis. Linear regression analysis aims to analyze the relationship 
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between variables and a dependent variable and was applied to identify the explanatory potential of leadership and 
decision-making styles to remain in the company. 
Descriptive analyses were employed to characterize the sample of respondents, and the analysis of variance 
(ANOVA) was applied to verify the difference between the means of two or more groups (Hair et al., 2003). 
 
5 Results: analysis and discussion 
5.1 The context: Serra Gaúcha region 
Comprising an area of 25,759 km2, the Serra Gaúcha region has a population of 1.5 million, representing about 
15% of the total population of the state of Rio Grande do Sul. The region is made up of 92 municipalities, being 
Caxias do Sul, the largest city in the region, and an estimated population of 504,069 inhabitants. The region has 
specific sociocultural characteristics, such as strong German and Italian influence, large grape and wine production, 
and developed tourism industry (IBGE, 2018). 
This region was colonized by immigrants, mainly from northern Italy, from 1875, and the entrepreneurial 
activities of the colonizers made the region the first and largest center of grape and wine production in Brazil 
(IBRAVIN, 2019). The region's industrial activities began to gain prominence during the 1940s, along with the 
intensification of urbanization, when small towns became attractive cities for the workforce of smallholder farmers, 
who migrated to major urban centers in the region (Triches, 2002). 
The Gaucho region is established as an important metal-mechanical pole of the interior of the state, portraying 
its diversity and dynamism, with the presence of small, medium, and large companies with high technological 
level. The region stands out in the industrial segments such as furniture, plastics, textiles and clothing, transport 
material, road implements, food, beverages, among others, which represent almost 70% of all economic activities 
in the region (César, 2018). 
This industrial segment has more than 4,500 establishments and directly generates more than 100,000 jobs. 
Such characteristics make the products competitive in the national and international markets. The territorial 
configuration of the region has as its main axis the main highway of the country (BR-116) that unfolds on the state 
highway, thus creating logistical possibilities for the industrial settlement (Triches, 2002). 
 
5.2 Identification and analysis of leadership styles and decision-making factors 
The sample of this study comprised 324 respondents, of which 55.4% (n = 179) are female. Regarding time in the 
company, the vast majority have less than five years (56.1%; n = 182), and 28.9% of respondents (n = 94) are 
attending higher education. Regarding the position they hold in the company, 18.1% (n = 59) is in a leadership 
position. Already, the most significant portion of respondents works in small and medium-sized companies (54%; 
n = 175), in the service area (46.6%; n = 151). 
The reliability for the decision-making style scale resulted in a Cronbach's alpha of 0.691, indicating a 
satisfactory level of scale reliability. The KMO test (Kaiser-Meyer-Olkin) yielded 0.766, indicating that the data 
is factorable (Bartlett's Test of Sphericity (p <0.01)). The factor analysis used the main component of the analysis, 
with varimax rotation, and listwise treatment for missing values was performed in 4 iterations. The factorial 
analysis resulted in the three decision-making styles (Table 2). The total variance explained was 49.02%, for 
rational style 17.45%, intuitive style 15.90%, and evitative style 15.67%. 
The rational decision making style (M = 3,917; SD = 0.581) includes the variables: (i) “In making decisions 
I first try to make a mental list of all the factors or attributes that will be important to my decision”; (ii) In making 
decisions I first make a careful initial estimate of the situation; (iii) “In making decisions, I try to evaluate the 
importance of each piece of information in the decision process”; (iv) “In making decisions I try to examine the 
importance of the good and bad points of each alternative”; and (v) “My best decisions are those for which I've 
carefully weighed all of the relevant information”. This style was the one that presented the highest averages, 
which indicates a preference of respondents for the use of rational decision making. The rational style of decision 
making favors the search and logical evaluation of alternatives through extensive analysis and formal planning 
process (Bavol'ar & Orosova, 2015). 
The intuitive decision-making style (M = 3,263; SD = 0.556) includes the variables: (i) “I can get a good 
feeling for most decision situations very quickly”; (ii) “I think that relying on one's“ gut feelings ”is a sound 
decision making principle”; (iii) “When forced to make a quick decision, I find that information that readily comes 
to mind is usually the most useful in making a choice”; (iv) My first reaction to a decision situation usually turns 
out to be the best one ”; and (v) “I rely on my intuition in making many of my personal decisions”. This style of 
decision making presented the lowest averages, indicating that it has been the least adopted style by 
leaders/managers in the region. The use of intuition in decision making allows us to go beyond the Cartesian 
paradigm because by accessing other levels of consciousness, the decision-maker can gather information from a 
phenomenological perspective, which works with interpretations and symbolic meanings (Isenman, 2018). As 
average test scores demonstrated (Table 5), people in managerial positions have been making more use of intuition 
in decision making when compared to employees in operational roles. 
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The evitative decision-making style (M = 3,376; SD = 0.750) includes the variables: (i) “I sometimes spend 
too much time hesitating before making decisions”; (ii) “Before I make a decision, I think about whether others 
will approve or disapprove of it”; (iii) “After making a decision, I find that I often go back and re-evaluate the 
situation”; (iv) “When I find out that I've made a bad decision I feel a lot of regrets”; and (v) “Before I make a 
decision, I think about whether I might regret it later”. This style of decision making was the one with the greatest 
dispersion of results (highest standard deviation). This result indicates that there is a greater divergence of 
respondents regarding the adoption of this style by leaders. This style is often used when the problem is trivial, or 
when there is no chance of winning because it requires a lot of time to get information, or when there is still a 
disagreement that can make the risk burdensome or dangerous to the organization as a whole. (Nygren, 2000; 
Thunholm, 2008). 
Considering the leadership style results, the transformational leadership style was the most present (M = 3,698; 
SD = 0.946; Cronbach's alpha = 0.802). The variables that made up this construct were: (i) “The leader goes 
beyond self-interest for the good of the organization”; (ii) “The leader considers the moral and ethical 
consequences of his / her decisions”; and (iii) “The leader helps others to develop their strengths.” 
Transformational leadership aims to move followers beyond immediate interests, raising the level of maturity and 
ideals as well as the achievement and well-being of others, the organization, and society. In other words, leaders 
promote actions of collective interest (Bass & Avolio, 1993; Schaubroeck et al., 2006; Riaz et al., 2016). 
The second leadership style performance came from democratic leadership (M = 3,658; SD = 0.912; 
Cronbach's alpha = 0.760), indicating that there is shared responsibility and the exercise of delegation, encouraging 
others to become good leaders. The variables used to measure this construct were: (i) “The leader seeks to make 
the best decision will be the one with the largest consensus”; (ii) “The leader welcomes others to constantly 
challenge his / her ideas and strategies”; and (iii) “The leader tries to delegate as many tasks as possible in their 
complete entirety”. Democratic leadership facilitates learning processes, participatory management, and 
organizational commitment (Heneman and Gresham, 1999; Iqbal et al., 2015). 
Following, the strategic leadership style (M = 3,620; SD = 0.886; Cronbach's alpha = 0.707) emerged as the 
third most present style in the sample. The following variables were used to measure strategic leadership: (i) “The 
leader tends to overcome barriers to reach goals”; (ii) “The leader is good at finding practical solutions to 
problems”; and (iii) “The leader has a clear focus on what we need to do as an organization”. Strategic leadership 
seeks to influence those with wisdom and a variety of behaviors to make daily decisions, increasing the company's 
short- and long-term viability and financial stability (Israel, 2016). 
And finally, transactional leadership (M = 3,308; SD = 0.885; Cronbach's alpha = 0.649) achieved the lowest 
performance among all styles and was assessed by the variables: (i) goals are achieved ”; (ii) “The leader provides 
recognition/rewards when others reach their goals”; and (iii) “The leader keeps track of all mistakes”. 
Transactional leadership can help leaders and followers achieve peak performance in the organization through 
personal behaviors (Hayibor et al., 2011). 
 
5.3 The relation of leadership styles and decision-making factors with the intention to remain in the job 
The relationship between leadership style and decision making to remain in the job was tested by linear regression, 
using the stepwise method (Table 3). Regression results show that strategic and transformational leadership styles 
and rational decision-making styles accounted for 25.3% (R2 = 0.253, p <0.05) of the intention to remain in the 
company. 
In other words, the strategic and transformational leadership followed by a rational decision style are the most 
significant elements in employees' intention to remain in the organization (Table 4). 
Table 4 shows that for each strategic leadership unit, the intention to stay with the company increases by 
0.248 units; For each unit of rational style, the intention to stay in the company increases by 0.177 and for each 
unit of transformational leadership, the intention to stay increases by 0.237. In other words, strategic and 
transformational leadership, followed by a rational decision style, are the most significant elements in employees' 
intention to remain in the organization. 
Transformational leaders (B = 0.237; p <0.05) can retain their employees because they play a central role in 
organizational counseling and networks of influence (Bono & Anderson, 2005), which improves employee internal 
motivation, morale, and commitment (Avolio et al., 2004; Piccolo and Colquitt, 2006). Motivated employees tend 
to stay in employment, as transformational leaders create a context conducive to team and organizational success 
(Resick, Whitman, Weingarden, & Hiller, 2009). The most significant portion under talent retention 
responsibilities lies in the individual leader who has the transformative ability to motivate people. These leaders 
can provide significance to the overall work experience for the team, are much more likely to gain loyalty, 
especially when monetary margins are tight (Michelman, 2003). 
For Avolio et al. (1999), leaders who use the transformational style of leadership are respected and admired 
as followers want them around to imitate them. In this leadership style, followers come first on the priority list 
(Bass & Avolio 2004), and when there are transformational leaders in the organization, employee turnover rates 
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are lower compared to other styles (Doran et al. 2004). 
Strategic leadership style (B = 0.248; p <0.05) represents the second model variable that influences talent 
retention. Strategic leaders are referred to as top-level executives whose decisions and actions significantly affect 
their organization. Their roles, roles, and decisions differ from team leaders and mid-level managers, and their 
effectiveness is related to the overall performance of the company. The degree to which leaders influence 
companies' strategies, policies, structure, and performance is critical (Mackey, 2006). Therefore, strategic leaders 
have a large influence on the dimensions of employee performance because, as a strategist, they are responsible 
for developing a vision that is robust and appropriate with employee perception (Ireland & Hitt, 2005). 
Finally, the third fact to be statistically significant in retaining organizational talent was the rational decision-
making style (B = 0.177; p <0.05). This result is corroborated by the work of Gberevbie (2008), who argues that 
decision-making behavior to keep the workforce competent for organizational performance is directly linked to 
talent retention strategies. In this sense, previous studies (Miller, Hickson, & Wilson, 2003; Iyayi, 2002) argue that 
rational organizational decisions are fundamental and necessary to facilitate the smooth functioning of 
organizations. 
The identification of statistical differences between the means of the respondent groups was performed by 
analysis of variance (ANOVA). Statistically significant differences (p <0.05) in the variables gender, age, position 
in the company, economic sector, and company size were found (Table 5). 
Results show that women have a higher perception of transformational leadership compared to men in this 
study. This result corroborates the study by Yoder (2001), which addresses the androgynous characteristics of 
women, as gender roles can influence leadership through the spread and internalization of specific norms, which 
facilitates women's focus on relevant aspects of transformational leadership, such as individualized consideration. 
In fact, research comparing women and men from leadership effects yielded results similar to the findings of this 
study, such as the study by Eagly, Johannesen-Schmidt and Van Engen (2003) which presents a meta-analysis of 
45 studies comparing male and female managers on leadership style measures (transformational, transactional, 
and laissez-faire), with transformational leadership predominating among female respondents. 
The results show statistically significant differences (p < 0.05) in the different age groups; Respondents 
between 25 and 30 years have a higher perception of transformational leadership. These findings corroborate a 
previous study (Barbuto, Fritz, Matkin, & Marx, 2007) that investigated 56 leaders and 234 members to test 
behavioral differences attributed to gender, age and education groups. Barbuto’s et al. (2007) study found a 
significant effect on the leader's age with a transformational leadership style, demonstrating clear differences based 
on the age by the leaders between 22 and 35 years old. 
Considering their position in the company, employees in managerial positions have a greater perception of 
the intuitive style of decision making, while they have less of an evitative style of decision making. This result 
indicates that, because they are in leadership positions, these respondents have better skills to perceive intuition, 
as they probably apply an intuitive process to their decisions. Intuition in the context of decision making is a 
sophisticated form of reasoning and application of knowledge and experience (Kruglanski & Gigerenzer, 2011). 
As for the evitative style, the research by Hariri et al. (2014) showed that executives have a lower frequency of 
evitative decision-making style compared to other decision-making styles. This is justified because the evitative 
decision-making style is characterized as relatively passive and as an attempt to avoid decision making (Scott & 
Bruce, 1995). 
The results also show that employees in the trade sector have a lower perception of transformational 
leadership, indicating a possible lack of charisma on the part of the leader (Lee & Cho, 2018) - unlike large 
companies, which had high transformational leadership rates.  
The industry sector has the lowest perception of democratic leadership - as the small-sized companies - 
indicating that environmental facts are generally not concerned with delegation, consensus techniques, and 
participatory management (Iqbal et al., 2015). The service sector presented the highest level of strategic leadership 
perception, suggesting that in this segment leaders create meaning and purpose for the organization with a powerful 
vision and mission that creates an organizational future (Israel, 2016). 
 
6. Conclusions 
The present study sought to fill the research gap related to the themes of leadership styles and job tenure. To this 
end, it aimed to relate leadership styles and decision making with the intention to remain in the job. 
The study showed that, regarding leadership, the transformational style was the one that stood out in the 
perception of employees. This result shows that leaders know each member of their team, their ambitions, personal 
values, preferences, and limitations. Leaders seem to be guided by managing trust, respect, collaboration, and 
commitment, pushing their followers beyond immediate interests, raising maturity, ideas, social, and 
organizational well-being. When analyzing decision making, the rational style was the most present, presenting 
the highest averages. These findings reveal a preference for respondents to use reasoning and logical approaches 
when making a decision, as well as the use of formal planning. 
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Transformational leaders have individual consideration for each employee, implying that each employee 
receives the treatment they need or deserve. Hence, transformational leadership is likely to result in perceptions of 
fairness and equitable treatment, which are critical components and precursors of consensus among employees. 
Therefore, the effects of transformational leadership are directly related to the emotional commitment of 
employees, since the psychological attachment to the organization felt by employees is proportional to the concern 
and individual treatment that these leaders have with employees. Consequently, employees remain in the company 
because of the support they receive in the organizational environment, which provides them with opportunities for 
personal and professional growth and development. 
The strategic leadership profile was also related to the intention to remain in the job. The strategic leader 
knows and takes care of every talent within work teams and is responsible for helping people understand the 
organizational strategy and how their work contributes to business results. These leaders aim to engage team 
members by communicating business goals, encouraging learning and experimentation, and providing talent 
expertise so that they can better serve customers and pursue the organization's strategic goals day after day. In this 
way, they can retain talent as they communicate to workers the business culture; make honest communications in 
all directions; they encourage them to include people at all stages of their work and help talents analyze the value 
of their contributions to the organization. 
Similarly, by linking leadership styles with decision-making styles with the intention to remain in the job, the 
results also showed that transformational style along with strategic and rational decision-making had the greatest 
explanatory power in employees’ intention to remain in the organization. 
Evitative and intuitive decision-making styles were left out of the model. The evitative style was expected to 
fall outside the model because it generates insecurity and stress in the team and is not compatible with the context 
of technological and management changes. The intuitive style may not have entered the model because it can be 
difficult to evidence; Intuition-based decisions can be attributed to personality traits rather than a decision-making 
style. 
The fact that democratic leadership has also been left out of the model may indicate that leadership that favors 
individual rewards and recognitions may have more impact on the decision to stay in the job than leadership more 
focused on collective interests. For this reason, we suggest future research to investigate specifically the styles of 
democratic leadership and decision-making intended for employees to remain in the job. 
In sum, this study contributes to leadership and decision-making research in many ways. First, the research 
addresses the employee's decision-making style and the employee's perception of leadership style in the same 
study. Second, the findings highlight a predominance of rational decision-making style, despite initiatives to 
highlight the growing importance of intuition, even as responses to threats of job loss due to the advance of 
artificial intelligence. Third, the study assessed leadership style from the insider's perception, which eliminates 
possible self-evaluation biases. Finally, the study raises new variables to be investigated in retaining talent studies. 
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Table 1. Leadership style: democratic, strategic, transactional and transformational 
Leadership 
style 
Main features 
Authors 
Democratic 
- Democratic leaders follow a style of sharing philosophy; 
- Decisions are made within the team, with equal participation 
among all members of the organization; 
- This style generates more employee commitment to meeting the 
goals of each department as well as meeting deadlines; 
- There is a sharing of responsibilities and the exercise of 
delegation, encouraging others to become good leaders. 
 
Heneman and 
Gresham (1999) 
 
Iqbal et al. (2015) 
Strategic 
- The essence of strategic leadership involves not only the ability to 
learn and change but also to exercise managerial wisdom; 
- Strategic leaders influence others wisely and with a variety of 
behaviors to make daily decisions, increasing the company's short- 
and long-term viability and financial stability; 
- Strategic leaders seem to move forward in time to set directions 
for the organization. They create meaning and purpose for the 
organization with a powerful vision and mission that creates an 
organizational future; 
- Strategic-style leaders are called top-level executives whose 
decisions and actions significantly affect their organization. Their 
roles, roles, and decisions are different from team leaders and 
middle managers, and their effectiveness is related to the overall 
performance of the company. 
 
Zaccaro (1996) 
 
Boal and Hooijberg 
(2001) 
 
Mackey (2008) 
 
Israel  
(2016) 
Transactional  
- The moral standards set in the organization are enforced through 
effective, ethical frameworks, as transactional leaders positively 
impact the morale of their followers; 
- The personal values of each leader are shaped by other leaders, as 
they are considered visionaries and promoters of good 
relationships; 
- Decisions made in the organization are fair and balanced, using 
rewards and punishments in the workplace; 
- The leader seeks to achieve maximum performance in the 
organization through personal behaviors; 
- The leader rewards followers for achieving performance goals. 
This type of leader focuses on the role of supervision, organization, 
and performance of the group; 
- Ethical leaders have honesty, fairness, fortitude, and prudence as 
personal characteristics and actions. 
Zhu, Riggio, Avolio 
and Sosik 
(2011) 
 
Brown and Trevino 
(2006) 
 
Riggio, Zhu, Reina a 
Maroosis, (2010) 
 
Hayibor, Agle, 
Sears, Sonnenfeld 
and Ward (2011) 
Transformational 
 
- The leader seeks to motivate employees to perform better than 
expected by the organization, thinking not only of individual 
interests but working together for shared causes; 
- Employees are led by the leader's example, which influences 
morally, emotionally, emotionally, and cognitively, with positive 
and ethical qualities; 
- decisions made by leaders are for the promotion of ethical and 
innovative policies, procedures and processes in organizations; 
- The leader exhibits charisma, developing a vision, respect, and 
trust. It pays attention to followers and provides intellectual 
stimulation, challenging them with new ideas and approaches; 
- Leaders move followers beyond immediate interests, raising the 
level of maturity and ideals concerning the achievement and well-
being of others, the organization, and society. 
 
Schaubroeck, Lam 
and Peng (2006)  
 
Zhu et al. (2011) 
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Table 2. Factorial results for decision making 
Factor Items Loading Mean Standard 
deviation 
 
Rational 
style 
(0.740)* 
 
19 - In making decisions, I first try to make a mental list of 
all the factors or attributes that will be important to my 
decision. 
0.706 3.85 0.837 
20 - In making decisions I first make a careful initial estimate 
of the situation 
0.763 3.78 0.833 
21 - In making decisions I try to evaluate the importance of 
each piece of information in the decision process 
0.758 3.99 0.795 
22 - In making decisions I try to examine the importance of 
the good and bad points of each alternative 
0.735 4.01 0.785 
23 - My best decisions are those for which I’ve carefully 
weighed all of the relevant information  
 
0.537 3.96 0.866 
Intuitive 
style 
(0.720)* 
 
24 - I can get a good “feeling” for most decision situations 
very quickly 
0.609 3.50 0.922 
25 - I think that relying on one’s “gut feelings” is a sound 
decision making principle 
0.690 3.14 1.061 
26 - When forced to make a quick decision, I find that 
information that readily comes to mind is usually the most 
useful in making a choice 
0.711 3.19 0.902 
27 - My first reaction to a decision situation usually turns out 
to be the best one 
0.687 3.10 0.928 
28 - I rely on my intuition in making many of my personal 
decisions 
 
0.726 3.38 0.958 
 
29 - I sometimes spend too much time hesitating before 
making decisions 
0.624 3.23 1.021 
 30 - Before I make a decision, I think about whether others 
will approve or disapprove of it 
0.760 3.31 1.142 
Evitative 
style 
(0.706)* 
31 - After making a decision, I find that I often go back and 
re-evaluate the situation 
0.655 3.29 0.987 
 32 - When I find out that I’ve made a bad decision I feel a 
lot of regrets 
0.659 3.66 1.189 
 33 - Before I make a decision, I think about whether I might 
regret it later 
 
0.658 3.39 1.176 
Note:  
*Cronbach’s Alpha 
 
Table 3. Linear regression model 
Model R R Square 
Adjusted R 
Square 
St. Error of the 
Estimate 
Durbin-Watson 
1 0.456a 0.208 0.206 0.8916  
2 0.487b 0.238 0.233 0.8763  
3 0.510c 0.260 0.253 0.8646 1.792 
Note: 
a. Predictors: (Constant), Strategic leadership 
b. Predictors: (Constant), Strategic leadership, Rational style 
c. Predictors: (Constant), Strategic leadership, Rational style, Transformational leadership 
d. Dependent Variable: I intend to remain on this job. 
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Table 4. Linear regression coefficients 
Final Model 
Unstandardized Standardized 
t Sig. 
B 
Std. 
Error 
Beta 
(Constant) -3.133 0.367  -8.526 0.000 
Strategic leadership 0.279 0.086 0.248 3.238 0.001 
Rational style 0.305 0.084 0.177 3.642 0.000 
Transformational leadership 0.250 0.080 0.237 3.116 0.002 
Note: 
a. Dependent Variable: I intend to remain on this job 
 
Table 5. ANOVA 
Variable F Sig. Result 
Sex 
 
3.980 
 
 
 
0.047 
 
 
 
- Women have a higher perception of Transformational 
leadership. 
Age 
 
2.531 
 
 
 
0.041 
 
 
 
- People between 25 and 30 years old have higher 
Transformational leadership perception. 
 
Chief 
position 
 
6.363 
 
11.498 
 
0.012 
 
0.001 
 
 
 
- People in the chief position have a more Intuition style. 
 
- People in the chief position have less Evitative style. 
Economy 
sector 
 
7.288 
 
 
5.474 
 
 
3.264 
 
 
4.677 
 
4.025 
 
 
0.001 
 
 
0.005 
 
 
0.040 
 
 
0.010 
 
0.019 
 
- Trade sector has a lower perception of Transformational 
leadership. 
 
- Industry sector has a lower perception of Democratic 
leadership. 
 
- Service sector has a higher perception of Strategic leadership. 
 
- Trade sector has a higher perception of Intuitive style. 
 
- Industry sector has a lower perception of Evitative style. 
 
Company size 
 
4.279 
 
 
4.648 
 
0.015 
 
 
0.010 
 
- Large-size companies have higher Transformational leadership 
perception. 
 
- Small-size companies have lower Democratic leadership 
perception. 
 
 
 
